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Abstract 
Creativity and innovativeness are recognized as critical competencies for 21st-century organizations, to lead or adapt to change. 
The aim of this study is to empirically reveal the interrelationships among individual creativity, creative climate and firm 
innovativeness. Data obtained from 181 employees from 48 manufacturing firms in Kocaeli- Turkey were used to examine the 
hypothesized relationships among study variables. Data is submitted to regression, correlation reliability and factor analyses using 
SPSS 13.0. The results showed that even both individual creativity and creative climate have positive effects on firm innovation; 
the effect of individual creativity is shadowed by the climate when their effects are tested in a holistic manner. These findings 
emphasized the importance of creative climate that encourages employees for creativity in order to increase the firm 
innovativeness.  
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1. Introduction 
a variety of tasks, occupations, and industries. In this vein, managers more and more recognize the fact that to remain 
competitive they need their employees to be actively involved in their work and trying to generate novel and 
appropriate products, processes, and approaches. Although the level of creativity and the importance of creativity can 
differ depending on the tasks or job, most managers would agree that there is room, in almost every job, for employees 
to be more creative (Shalley, Gilson,2004). Since it is the  foundation of organizational creativity and innovation, 
scholars and the practitioners have focus on individual creativity in general, and how work environments can foster 
employee creativity in particular (Abbey, Dickson, 1983; Amabile, 1988, 1990, 1993, 1996; Woodman, Sawyer, & 
Griffin, 1993; Shalley, 1995; Shalley et al., 2000; Amabile et al., 1996; Cummings, Oldham, 1997). Organizational 
behavior literature widely emphasizes individual characteristics as important determinants for firm innovativeness; 
while a growing body of research addresses creative organizational climate having a positive effect on innovativeness 
(Amabile et al., 1996, Sott & Bruce, 1994, Oldham, Cummings, 1996).  However, only a few studies have examined 
the impact of individual and climate on firm innovativeness. Thus in this study we have focus on the concepts of 
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individual creativity and the creative climate, and investigated their ultimate effects on firm innovativeness in a 
holistic manner. 
  
2. Theoretical Background 
 
2.1. Individual Creativity 
 
A considerable amount of research has studied the antecedents of creativity of the individual members. Creative 
ultimately creating a superior performance (Grewal et al, 2009). Hence, creativity refers to the implementation of 
creative ideas in an organizational context (Lumpkin and Dess, 2001), Creativity is basically describes s the 
development of ideas about practices, procedures, products, and/or services that are (a) novel and (b) potentially useful 
to an organization (Shalley, 2004). A majority of the relevant literature have concentrated on the personal drivers of 
employee creativity, in particular, the role of personality and cognitive style; while the others have emphasized the 
Woodman et al. 1993; Amabile et al., 1996; Shalley et al, 2000; 
Scote, Bruce, 1994; Shalley, Zhou, and Oldham 2004; Coelho et al., 2011).  
 
Studies of individual creativity in a variety of settings (e.g., Nobel Prize winners, engineers, managers and students) 
indicate that creative people share a particular group of personality traits. For example, these people are generally self 
-confident, attracted to complexity, tolerant of ambiguity and intuitive. As a result, a variety of tools have emerged for 
measuring these characteristics. One of the most widely used and acknowledged scale among many other tools is 
including architects, mathematicians, research scientists, students in psychology and engineering, air force officers. 
The CPS tests provide support for the notion that those individuals with the highest creative performance on a variety 
individuals w
 
 
Existing studies underline a variety of conditions necessary for nurturing individual creativity in general (Amabile, 
1988; Woodman, Sawyer, Griffin, 1993, Shalley, et al, 2000); particularly they suggest three major factors for 
individual creativity of members within organizations: expertise, creative thinking skill, and intrinsic task motivation 
(Amabile, 1997; p.42). Expertise refers to knowledge, proficiencies, and abilities of employees to make creative 
contributions to their fields. Creative-thinking skills include cognitive styles ( e.g., divergent thinking, ideational 
fluency ) as well as personality traits that influence these creative thinking skills. Task motivation refers to the desire 
to work on something because that something is interesting, involving, exciting, satisfying, or personally challenging. 
Task motivation is crucial in turning creative potential into actual creative ideas. Recent studies confirm that the 
higher the level of each of these three components, the higher the creativity is. 
 
Nickerson (1999:) also has some important assumptions about creativity. He believes that creative and critical 
thinking are two sides of the same coin. In other words he claims that people who tend to be highly creative also 
skilled as critical thinkers. Creative thinking results with generating original ideas, unique approaches and novel 
perspectives. Critical thinking evaluates what creative thinking offers, subjects the possibilities to the criteria of 
acceptability, and selects among them some for further consideration. Idea generation and evaluation occur more or 
less simultaneously and continuously within the context of any creative activity (Nickerson, 1999: 399). Similarly, 
according to Oldham and Cummings, (1996), individual creativity provides the basis necessary for firm 
innovativeness. Creative employees are those who tend to identify opportunities for new products. They may find new 
uses for existing methods or equipments, or generate novel but operable work-related ideas. These people just do not 
come up with creative solutions and champion ideas to problems, but they also develop successful plans for the 
implementation of these creative solutions and new ideas.  Such creativity at individual level, through idea generation 
and implementation, is likely to result with the development of innovative products at the organizational level 
6). In this sense, the relevant literature suggests that individual creativity forms the basis for 
organizational creativity and innovativeness (Amabile et al., 1996; Shalley and Gilson, 2004).  Thus, we expect 
individual creativity to be positively related to firm innovativeness. Accordingly;  
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H1: Individual creativity is positively related with firm innovativeness. 
 
2.2. Creative Organizational Climate 
 
Social contexts such as climate also have the potential to nurture or hamper innovativeness in addition to the 
characteristics of the individual members of the organization. Thus the concept of organizational climate in general, 
the relationship between organizational climate and firm innovativeness in particular, become popular subjects for 
academicians from a variety of research areas (e.g. Amabile et al., 1996, Scott & Bruce, 1994, Oldham, Cummings, 
1996). Organizational climate can be described in a variety of ways. 
licies, and routines provide a system of institutionalized beliefs 
(Anderson and West 1998). According to Pritchard and Karasick (1973), organizational climate represents enduring 
ganization from others. At the individual 
level, climate indeed is a cognitive interpretation of an organizational situation labeled as psychological climate. 
Psychological climate theory posits that individuals respond primarily to cognitive representations of environments 
  
 
In a search to determine what makes a climate to be supportive of creativity and innovation, many studies have 
suggested a variety of different characteristics.  One of these factors is organizational encouragement. Organizational 
encouragement is encouragement of creativity and innovation. It involves supporting new idea and setting an 
organizational reward system that recognizes creativity. Another characteristic of a creative climate, among many 
attitudes (Oldham and Cummings, 1996; Amabile, et al., ,1996). The managers who encourage risk taking and idea 
generation and provide positive informational feedback, substantial freedom and autonomy, are positively related with 
creativity and innovativeness. Moreover, Woodman, Sawyer and Griffin (1993) state that creativity will be inspired by 
the diversity of employees. Diversity contributes to developing different approaches to problem solving and forming a 
network that consists of different ideas, thus results with higher levels of creativity and innovativeness (Randolph, 
2000).  In addition, Challenging job is another central feature of creative climate. Unlike routine jobs, challenging and 
complex jobs provide employees the freedom to focus simultaneously on multiple dimensions of their tasks and permit 
them to conduct their activities without external controls or constraints. Hence, we expect an organizational climate 
towards creativity and innovativeness to be positively related with firm innovativeness. Accordingly;  
 
H2: Creative climate is positively related with firm innovativeness. 
 
 
 
 
 
 
 
 
 
Figure 1. The theoretical model 
 
 
3.Methodology 
 
3.1. Scales and Sampling 
 
The purpose of this paper is to describe and analyze the mutual relationships among individual creativity, creative 
climate and firm innovativeness. In order to empirically investigate the hypothesis, firms located around Kocaeli, 
operating in manufacturing industry were surveyed. Using the documents of Kocaeli Chamber of Commerce, 100 
firms among 650 are identified as the target group of the research because of their availableness.  Tools such as e-mail, 
letter and face to face interviews are used for gathering data. We asked for the managers -top, middle or first line 
INDIVIDUAL CREATIVITY 
CREATIVE CLIMATE 
FIRM INNOVATIVENESS 
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managers- to participate the survey. A total of 181 questionnaires among 48 firms has returned. Data is submitted to 
regression, correlation reliability and factor analyses using SPSS 13.0.  
The mean age of the participants were 28,47; the proportion of men, 68%, and married 50,8%. Of the participants, 
%48,1 had university educations and %19,3 had master education, %%82,9  were first line managers, %11 were 
middle managers and %6,1 were top managers 
To test the hypotheses, we used multi-item scales adopted from prior studies for the measurement of constructs. 
Each construct was measured using 5-
A brief summary of the measures follows.  
 
Creative Climate: Creative climate is measured using eleven questions adopted from Amabile and Gryskiewicz`s 
(1989) creative climate scale. 
 
Individual Creativity: On order to measure individual creativity, this study used ten items adopted from Tierney et 
al. (1999).  
 
3.2.Analysis  
 
Since the scales were used with a new sample, 21 items of independent variables and 6 items of dependent 
variables were submitted to exploratory analysis. A principal component analyses and scree plot indicated that five 
factors should be retained (eigenvalues above1.0). The best fit of data was obtained with a principal factor analysis 
with varimax rotation.  
 
Table 1. Factor Analyses for independent variables 
 
 Factor1 Factor2 
Individual Creativity   
I suggest new ways to achieve goals or objectives ,797  
I come up with new and practical ideas to improve  performance ,784  
I search out new technologies, processes, techniques, and/or product ideas ,717  
I suggest new ways to increase quality. ,772  
I am not afraid to take risks. ,673  
I develop adequate plans and schedules for the implementation of new ideas. ,548  
I exhibit creativity on my job when given the opportunity to. ,730  
I often have new and innovative ideas ,736  
I often have a fresh approach to problems. ,703  
I suggest new ways of performing work tasks. ,533  
Creative Climate   
The climate and environment in the company is basically positive and encourages new ideas  ,804 
People in the company can bring up new ideas and opinions without quickly being criticized  ,823 
The company allows you to solve problems and take actions that you think are most suitable in a given situation  ,674 
There is a free atmosphere in the organization, where the seriousness of the task can be mixed with unusual ideas 
and humor 
 ,830 
Different opinions, ideas, experience, and knowledge can be discussed freely in the company.  ,829 
The company has a dynamic atmosphere  ,797 
It is obvious that creativity is at the heart of this company  ,862 
Each person understands his/her role in, and his/her contribution to the company  ,815 
The company enthusiastically welcomes new ideas   ,855 
The company has a stimulating atmosphere  ,798 
There is an easy, natural flow of ideas within the company  ,804 
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Table 2. Factor Analyses for dependent variable firm innovativeness.  
Firm Innovativeness Factor3 
Our new products and services are often perceived as very novel by customers  ,710 
New products and services in our company often put us up against new competitors ,816 
In comparison with competitors, our company has introduced more innovative products and services 
during the past five years  ,842 
In comparison with competitors, our company is faster in bringing new products or services into the 
market ,775 
The nature of the manufacturing process in our company is new compared with that of our main 
competitors  ,816 
We are constantly improving our business process   ,807 
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The results of factor analyses show that the independent variables are gathered in four factors and the dependent 
variables are gathered into two.  Factor 1 consists of ten individual creativity items with an internal consistency 
reliability coefficient (Alpha) of 0,87. Factor 2 includes eleven creative climate items with an internal consistency 
reliability coefficient (Alpha) of 0, 95. Factor 5 consists of six firm innovativeness items with an internal consistency 
reliability coefficient (Alpha) of 0,88.  Table 1 shows the factor loadings of individual creativity and creative climate 
while table 2 indicates the factor loadings of firm innovativeness. 
 
Means, standard deviations and inter-correlations are summarized in Table 3. Cronbach`s Alpha values are shown 
using parentheses on the cross of the table. According to the correlation results all variables have direct relationship 
between each other on a bivariate level. 
 
 
Table 3. Correlations, mean values and standard deviations 
 Mean 
Value 
Standard 
Deviation 
1. 2. 3. 
Individual Creativity 3,9748 0,97039 (0,87)   
Creative climate 3,5179 0,85352 ,366** (0,95)  
Firm Innovativeness 3,6499 0,81492 ,279** ,660** (0,88) 
**  Correlation is significant at the 0.01 level (2-tailed). 
*  Correlation is significant at the 0.05 level (2-tailed). 
 
3.3.Hypotheses Tests  
 
Table 4. Hierarchical regression results for individual creativity, creative climate and  firm innovativeness 
 Model 1 Model 2 
Independent variables                Sig  Sig 
Individual Creativity ,279** ,000 ,043 ,477 
Creative climate - - ,645** ,000 
Dependent variable: Firm 
Innovativeness 
R2= 0,073  
F= 15,147 
R2= 0,431  
F= 69,280 
**: p< 0, 01, *: p< 0,05     
 
 
 
We conducted a hierarchical regression analyze in order to empirically test the effects of individual creativity and 
creative climate  on firm innovativeness. In the first regression model we investigated the influence of individual 
creativity on firm innovativeness. The regression model is significant as a whole (F=15,147: p< 0, 01); it explains %07 
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has a positive and significant effect on firm innovativeness. In the second regression model we investigated the 
influences of individual creativity and creative climate  together on firm innovativeness. The regression model is again 
significant as a whole (F=69,280: p< 0, 01); it explains %43 of the change of firm innovativeness. As we expected 
crea firm innovativeness.  However 
in the second regression model the direct relationship between individual creativity and firm innovativeness. In a way, 
even the individual creativity is related to firm innovativeness; creative climate seems to shadow the effects of 
individual creativity. So our hypothesis H1 and H2 are supported.  
 
4.Conclusions 
 
In this study, we tried to offer a contribution to creativity and innovation literature by presenting a model for 
researchers and managers to understand potential interrelationships among individual creativity, creative climate and 
firm innovativeness. The findings of the study demonstrated that scales which are developed in Western countries, are 
appropriate for an emerging economy and eastern country; Turkey. Measures demonstrated high validity and 
reliability, and model results were similar with the empirical studies completed in developed and western countries.  
 
Specifically, this study empirically demonstrated the role of individual creativity and creative climate together on 
firm innovativeness in a holistic manner Firstly our findings showed that individual creativity was positively and 
significantly related to firm innovativeness. Secondly, the results also indicates that a climate supporting the 
generation of new ideas, risk taking, empowering the employees and emphasizing participative decision making 
increases firm innovativeness.   Third, the creative climate is shadowing the effect of individual creativity on firm 
performance. This interesting result addresses that individual creativity may be taking its roots from the climate; so the 
direct affect of individual creativity on firm innovativeness disappears when analyzing climate and individual 
creativity in a holistic manner.  Future researchers must try to unreveal this mystery  
 
The findings of this study cannot be taken as definite evidence because several limitations to the study results 
deserve commentary. First, these results reported here emerge from a local area; results may differ for managers 
located on different areas that are operating in different cultural, environmental and political conditions. Second, our 
sampling is based on manufacturing firms which means that these results reflect the attributes of manufacturing 
industries. Results may differ for different industries. Despite these limitations, this study provides important 
implications from theoretical and practical perspectives. First this study shows that both individual creativity and 
creative climate play important roles on firm innovativeness. Moreover the results emphasizes that creative climate is 
more important for firm innovativeness than individual creativity. 
 
From a managerial point of view, the results suggest that management has a responsibility for creating a climate in 
which people are motivated to work willingly and effectively. Organizational climate should be arranged in a way that 
supports new ideas and triggers individual creativity, and ultimately increases firm innovativeness.   
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